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UNIVERSITY OF DAYTON

PRESIDENT'S COMMISSION ON THE STATUS OF
WOMEN

Announced in Fall 2019, the purpose of the President's Commission on the Status of Women is
to illuminate and ultimately enhance the status of women at the University of Dayton by advising
the president and other senior leaders on issues pertaining to gender equity and on specific
concerns of woman-identified faculty, staff, and students at the University. The Commission
serves as a conduit for information on issues that have particular relevance for women, including,
but not limited to, equity, access, retention, promotion and advancement, and safety and
security.

New Members Appointed

Sierra Johnson
Sierra Johnson is a
Criminal Justice Studies
major with a concentration
in pre-law. She expects to
graduate in May 2022.

Beth Allen
Beth Allen serves as the
Supervisor of The
Emporium in Dining
Services. Beth has been at
the University since 2017.

Marva Gray
Marva Gray serves as the
Senior Administrative
Assistant in the
Department of Religious
Studies. Marva has been at
the University since 1986.

Contact the Commission at pcsw@udayton.edu
To report discrimination, contact the Equity Compliance Office at
https://udayton.edu/finadmin/divisions/equity_compliance/reporting.php

Report on the Commission’s Work
Fall 2020 - Spring 2021
During the 2020 - 2021 academic year, the President’s Commission on the Status of Women
(PCSW) met 11 times. All of the meetings were conducted virtually due to the continuing COVID19 pandemic. The PCSW welcomed many guests to our meetings over the year, including the
President, Provost, the Executive Vice President for Business and Administrative Services, the
Vice Presidents of Human Resources and Diversity and Inclusion, and the Executive Director for
Equity Compliance. In the first of these meetings with the President, Provost, and EVP of Business
and Administrative Services, the PCSW discussed the list of seven priorities we generated for AY
20-21 and beyond. High on that list for the members of the PCSW were the adoption of a remote
work policy and the creation of a flexible work policy, along with a desire for the University to
mitigate the gendered effects of the COVID-19 pandemic, especially on care givers. The three
senior leaders discussed these priorities and identified several that the University could begin
working on in both the short- and long-term. PCSW membership also shared its priorities with the
University Inclusive Excellence Council Strategic Plan Liaisons and at the “Staying Connected”
series, as offered by the Learning and Teaching Center, in an effort to broaden visibility of the
Commission’s work and more clearly integrate gender-related issues into institutional DEI efforts.

PCSW PRIORITIES AY 20-21

Policies on Remote Work and Flexible Work
Revision of Existing Telecommuting Policy and Adoption of Flexible Work Policy
Accountability and Reporting
Gendered Effects of Covid
Short and long term implications of layoffs and furloughs
Retention, morale, and workload
Gendered labor and future budget and employment cuts
Antiracism and Gender
Intersections of race and gender in the university’s DEI planning and efforts
Wage Equity
Equity studies of staff; similar to faculty report
Salary transparency
Advancement
Structured pathways to promotion for staff
Data about internal applications, rate of hiring, retention
Caregiver Support and Campus Resources
Students - housing and other structural considerations for student parents
Faculty and Staff - COVID 19 implications
Title IX - New Regulations and Procedures
Ensuring equitable access and education about new rules
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Remote and Flexible
Work Policies are
Necessities for
Gender Equity

One of the main priorities of the PCSW in AY 20-21 was to
encourage the University to adopt and implement an improved
remote work policy. We also identified and prioritized the need
for a flexible work policy. The remote work policy functions to
set the parameters for on-going, regular work from a site other
than campus, marking it as distinct from the University’s
current Telecommuting Policy. A flexible work policy would
make it possible for staff to work with their supervisors to make
temporary changes to their working hours or sites.

The COVID-19 pandemic has shed light on the gendered dimension of caregiving work and
highlighted the necessity of prioritizing the adoption of both policies. Due largely to school,
daycare, and elder care facility closures, as well as the complex health needs of family
members brought on by the pandemic, employees spent the better part of 14 months managing
both caretaking and work responsibilities, with disproportionate impacts on women.
Affording opportunities for employees to work from home and have greater flexibility in their
typical working hours both during and post-pandemic allows the University to mitigate the
impact on caregivers, and provides employees with the security to request adjustments to their
work arrangements without fear of reprisal. The temporary remote work arrangements
utilized by many university employees throughout the pandemic demonstrated that much of
the business of the university can be done effectively in a remote setting.
In July 2020, the PCSW consulted on a draft of a Remote Work Policy that has since been put
on hold. In Spring 2021, the administration informed the campus community that the
adoption of a remote work policy would be postponed until after the campus returned to
onsite work in the Fall of 2021, indicating that the postponement would allow for
incorporation of new insights garnered as employees returned to in-person work. The
necessity of adopting this policy and creating a flexible work policy remain. Clear, enforceable,
measurable policies, especially around work conditions and locations, are integral for equity.
The PCSW is prepared to review and provide feedback on the forthcoming policy draft.
In the interim, the PCSW was successful in encouraging senior leaders to send a campus-wide
communication in January 2021 to encourage supervisors to support employees and offer
ongoing flexibility during the pandemic. The message also reiterated the appropriate
resources and support services, including a point of contact in Human Resources to help
address any concerns about work arrangements and supervisor-employee relations. The
PCSW also provided resources and consultation with regard to return-to-campus messaging
from Human Resources.
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Setting Priorities for
AY 21-22

As a continuation of priorities identified during AY20-21, the
PCSW remains committed to working with senior leadership with
respect to the creation, implementation, and ongoing review of
remote work and flexible work policies. We anticipate that the
return to on-campus work for the majority of employees will
illuminate equity concerns, and the Commission is poised to be
responsive.

During AY 2020-21, the Commission co-chairs also began conversations and exploratory
research with Human Resources with regard to promotion and advancement patterns among
staff. We anticipate continuing this project, which explores the multiple advancement pathways
at the University and involves analyzing disaggregated data by unit to examine if there are
discrepancies based on gender and race with respect to promotion rates. Lack of promotion and
advancement opportunities continue to be articulated among women-identified staff at the
University as a major equity concern, and we anticipate the financial challenges brought on by
COVID-19 will further exasperate those concerns. This work will continue in AY 2021-22.
Caretaking will also continue to be a focus of the Commission during the upcoming academic
year. Affordable and accessible childcare remains a national crisis, with specific implications for
faculty, staff and students at UD. The pandemic has also revealed the necessity of greater support
services for employees and students who are caretakers, and the necessity of examining both the
short- and long-term impacts on faculty, staff, and student caretakers with respect to promotion
and retention at the University, as well as degree completion. A survey of caretakers created by
the Women's Center (see “COVID-19, Gender and Caretaking: Survey Results” report) reveals
deep concerns about future job security and pronounced impacts resulting from the pandemic
that necessitate our continued attention.
Additional priorities will be identified in consultation with the Commission and its new members
in early Fall 2021.
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The President's Commission on the Status of Women Members 2021 - 2022
Lisa J. Borello, Director, Women's Center - Co-Chair
V. Denise James, Associate Dean for Assessment and Program Review,
College of Arts & Sciences - Co -Chair
Beth Allen, Supervisor, Dining Services
Corinne Brion, Assistant Professor, Education and Health Sciences
Irene Dickey, Principal Lecturer, School of Business Administration
Molly Donovan, Doctoral Student, Aerospace Engineering
Marva Gray, Sr. Administrative Assistant, Religious Studies
Elizabeth Hart, Principal Lecturer, School of Engineering
Natalie Hudson, Associate Professor, Political Science and Director, Human Rights Studies
Program
Sierra Johnson, Undergraduate Student, Major in Criminal Justice Studies
Lindsay Lease, Assistant Vice President Operations and Maintenance
Karen Lovett, Director, Experiential Learning
Shyra Thomas, Assistant Director of Recruitment and Admission

Contact the Commission at pcsw@udayton.edu
To report discrimination, contact the Equity Compliance Office at
https://udayton.edu/finadmin/divisions/equity_compliance/reporting.php

